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INTRODUCTION 

The  Civil  Rights  Bureau  (CRB)  prepares  the  Montana  Department  of  Transportation  (MDT)  annual 
Affirmative  Action  Plan. 

The  CRB  is  administratively  assigned  to  the  Human  Rights  Division;  however,  the  Bureau  has  a 
direct  line  of  access  to  the  Director  and  Administrative  staff  of  the  Agency. 

The  Bureau  is  staffed  with  a  Bureau  Chief  who  is  responsible  for  the  Agency  Title  VI,  Title  VII, 
DBE,  DBE  Supportive  Services,  and  ADA  programs  as  well  as  both  EEO  Contract  Compliance  and 
Labor  Compliance  programs.  The  Bureau  Chief  directly  supervises  the  ADA/DBE  Program 
Manager,  the  DBE  Supportive  Services  Manager,  a  DBE  Compliance  Specialist,  two  Compliance 
Specialists  who  handle  Labor/EEO  Contract  Compliance  and  Title  VI  Compliance  and  one 
Administrative  Support  person.   Indirect  supervision  is  provided  to  five  District  EEO 
representatives. 

The  Affirmative  Action  Plan  is  divided  into  two  sections: 

PART  I  -  The  Contract  Compliance  Section 

This  Section  discusses  all  EEO  related  contract  compliance  activities  undertaken  by  the 
CRB  Contract  Compliance  Staff. 

PART  II  -  The  Internal  Compliance  Section 

This  section  discusses  all  internal  EEO  related  activities  undertaken  during  2002. 
Part  1  -  Contract  Compliance  and  External  EEO  Program  Information 
A.  Compliance  Procedures 

The  FHWA  1392  Report  was  fonwarded  to  FHWA  on  September  9,  2002. 

The  research/survey  data  on  utilization  of  Native  Americans  and  females  in  targeted  wage 
classifications  are  charted  below.  On  examination  of  the  charted  data  the  reader  will  notice  a 
10%  drop  in  minority  participation  in  the  operator  classification.  This  Bureau  began 
longitudinal  charting  for  the  purpose  of  discovering  this  type  of  significant  change  in 
Employment  pattern. 

At  present  this  Bureau  has  no  objective  explanation  for  the  decreased  participation.  Manifest 
declarations  by  contractors  have  revealed  a  generic  impression  that  women  have  been  opting 
out  of  the  operator  classification  to  the  truck  driver  classification.  Contractors  also  report  that 
female  operators  are  accepting  other  permanent  positions  working  as  operators  closer  to  their 
homes  and  families  rather  than  adjusting  their  life  style  to  the  itinerant  seasonal  highway 
construction  worker.  Similar  comments  are  made  about  minority  males  wanting  to  work  close 
to  their  reservation  homes.  That  is  also  consistent  with  a  cultural  pattern  of  native  peoples  in 
this  state.  Given  the  fact  that  females  are  included  in  the  minohty  count  an  initial 
working  hypothesis  is  that  the  minority  percentage  is  affected  by  the  impact  of  minority  women 
taking  advantage  of  permanent  positions  or  changing  classifications.  The  2%  rise  in  female 
truck  driver  classification  lends  credence  to  the  hypothesis.  Study  of  this  issue  will  be 
conducted  in  2003. 


EEO-5,  FIVE  YEAR  REPORT 
Operator  Comparison 


Year  Classification  %  Females  %  Minorities 


1997  Operator  5%  16% 

1998  Operator  7%  17% 

1999  Operator  8%  15% 

2000  Operator  9%  15% 
2002  Operator  8%  17% 
2002  Operator  8%  7% 
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Truck  Driver  Comparison 


Year  Classification  %  Females  %  Minorities 
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Carpenter  Comparison 


Year  Classification  %  Females  %  Minorities 
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Laborer  Comparison 


Classification 


Laborer 
Laborer 
Laborer 
Laborer 
Laborer 
Laborer 


%  Females 
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On  the  Job  Training  tracking  was  reorganized  with  the  intent  of  establishing  a  means  of  acquiring 
statistical  data  on  the  success  of  OJT  trainees.  The  baseline  data  extrapolated  is  below; 


Category 

Number 

Percent 

Current 

2 

50 

Complete 

1 

25 

Quit 

1 

25 

Long  Term  -  Multiple  Year  Trainee  -  Special  Program 


Category 

Number 

Percent 

Continuing 

12 

42 

Completed 

7 

25 

Quit 

8 

29 

Not  Started 

1 

3 

C.  Accomplishments 

1 .         Contract  Compliance  Review  Activities  for  Calendar  Year/Construction  Season  2002 

of  reviews  conducted  in  2002  47 

of  contractors  reviewed  8 

of  contractors  found  in  compliance  8 

of  contractors  found  in  non-compliance  0 

of  show  cause  notices  issued  0 

of  show  cause  notices  rescinded  0 

of  unresolved  show  cause  notices  0 

of  follow-up  reviews  conducted  5 


a. 

Number 

b. 

Number 

c. 

Number 

d. 

Number 

e 

Number 

f. 

Number 

9- 

Number 

h. 

Number 

The  inflated  number  of  compliance  reviews  in  item  a.  above  is  the  result  of  a  statewide 
review  of  one  subcontractor,  United  Rentals.  Forty  separate  evaluations  were  conducted 
on  projects  in  five  different  MDT  administrative  districts  over  a  three-month  period.  United 
Rentals  Regional,  District  and  Division  EEO  Officers  were  interviewed  during  phone 
conference.  Following  this  extensive  compliance  review  the  firm  was  determined  to  be 
conditionally  In-compliance  subject  to  favorable  correction  of  three  deficiencies.  This  effort 
was  a  first  time  this  agency  had  engaged  in  a  compliance  review  of  this  design  and  scope. 

Contractor  and  field  staff  education  is  the  most  valuable  tool  in  the  CRB's  EEO  Contract 
Compliance  Program.   Education  opportunities  occur  at  pre-bid  conferences,  pre- 
construction  conferences,  contractor/project  manager  workshops,  construction  seminars, 
compliance  reviews,  during  problem  resolution  and  in  regular,  on-going  communication  with 
contractors  and  MDT  field  staff. 

Formal  contractor  training  was  not  undertaken  this  year.   Instead  this  Bureau  engaged  in 
the  preparation  for  an  MDT  sponsored  statewide  training  conference  for  employees  and 
contractors.  The  full  week  training  conference  will  be  held  the  week  of  January  6,  2003. 
This  expanded  conference  will  have  an  greatly  enlarged  curhculum  and  therefore  it  is  hoped 
will  attract  a  larger  number  of  participants  than  the  isolated  offerings  this  Bureau  has  offered 
in  the  past. 

2.  Contract  Sanctions 

No  EEO  Contract  compliance  sanctions  were  taken  against  federal-aid  highway  contractors 
in  Montana  in  calendar  year  2002. 

3.  Complaints 

No  complaints  were  received. 

4.  Innovative  Programs 

a.         Action  Items  Planned  for  calendar  year  2003 

1.  Extended  multi-project  training  continuation  (on-going) 

2.  Participate  in  joint  training  conference. 

3.  Joint  venture  with  DOL  in  crane  operator  training  (continuing) 

4.  Master  scheduling  EEO  Internal  training  to  district  personnel 

5.  Web  site  service  directory  (continuing) 

6.  OJT  trainee  training  hours  accountability  project  (on  going) 

7.  Tribal/MDT  collaboration  training 

8.  Identification  of  a  contractor  for  multiple  project  review 

9.  Abbreviated  compliance  manual  with  on  demand  publishing 

10.  Investigate  the  significant  reduction  in  minority  operators 

1 1 .  Ascertain  why  29%  of  OJT  Trainees  quit  the  program 


The  Civil  Rights  Bureau  hired  Bill  Anderson  to  in  November  2002  to  work  in  the  connpliance 
section. 

Civil  Rights  Bureau  personnel: 

a.  Attended  FHWA  Civil  Rights  Basic  Course 

b.  Attended  FHWA  Davis-Bacon  Seminar 

c.  Attended  Blackfeet  Tribe  Cultural  Training 

d.  Facilitated  training  at  the  Montana  Conference  on  Race 

c.         Contract  Compliance  Review  Activities 

The  compliance  review  goal  for  calendar  year  2003  is  ten  formal  reviews.  Montana's 
reviews  are  comprehensive.  They  include  a  site  visit  and  labor/EEO  interviews  with 
every  employee  on  the  job  that  particular  day  as  well  as  review  of  the  hiring  practices 
since  the  inception  of  the  project. 

The  Civil  Rights  Bureau  has  a  policy  in  place  to  review  federal-aid  contractors  with  unfamiliar, 
questionable  recruitment,  hiring,  subcontracting,  labor  and/or  employee  practices.  CRB  will  also 
conduct  reviews  based  on  the  analysis  of  compliance  review  history  focusing  on  contractors  who 
have  not  had  a  review  for  one  or  more  years.  MDT  Civil  Rights  Bureau  will  again  consider  the 
applicability  of  conducting  multi-project  and/or  statewide  reviews.  These  multiple  project  reviews 
of  one  contracting  firm  have  the  effect  of  giving  full  consideration  to  that  contractors'  commitment 
to  the  intent  of  civil  rights  legislation  and  regulation.    Avoided  is  the  assumption  that  the  single 
project  compliance  review  reflects  the  status  of  the  company  at  large. 


Compliance  and  Enforcement  Actions 


There  are  no  anticipated  changes  in  contract  sanctions  in  the  year  2003. 


Picture  taken  by  Jim  Phillips,  CRB  on  a  Compliance  Review  on  the  Vaughn  project.  The 
employees  working  are  the  Project  Supt.  For  Schellinger  Const,  and  the  trainee. 


PART  II  -  INTERNAL  PROGRAM 


Overall  Status 


MDT  is  signatory  to  three  bargaining  agreements:  Crafts,  Montana  Public  Employees  Association 
(MPEA)  and  American  Federated  State,  County  and  Municipal  Employees  (AFSCME).  Vacant 
positions  covered  by  these  agreements  must  be  posted  internally  before  external  publication  can 
occur,  thereby  giving  current  qualified  employees  the  first  opportunity  at  positions.   If  there  are  no 
qualified  internal  applicants,  the  vacancy  announcement  is  posted  externally  with  State  Job 
Services  and  minority/female  referral  sources  including  tribal  TERO  offices. 

Additionally,  MDT  is  subject  to  the  Montana  Veteran's  Preference  Act,  Handicap  Preference  Act 
and  Montana  the  State  Employee  Protection  Act  (RIF).  The  Veterans'  and  Handicap  Preference 
Acts  provide  for  job  preference  for  externally  posted  positions.  The  RIF  law  requires  State 
agencies  consider  applicants  from  the  statewide  RIF  Registry  before  posting  positions  externally. 
The  MPEA  supplement  provides  a  preference  for  bargaining  unit  members  for  a  pehod  of  up  to 
two  years  following  the  date  of  layoff. 

The  District  Administrative  Officers  in  each  of  MDT's  five  districts  has  been  assigned  collateral 
duties  as  the  District  EEO  representative.   It  is  their  responsibility  to  advise  the  District 
Administrator  when  discriminatory  practices  are  suspected  or  identified,  to  receive  complaints, 
keep  the  Civil  Rights  Bureau  Chief  advised  of  District  civil  rights  issues  and  participate  in 
Department  complaint  investigations. 

MDT  has  concentrated  on  participating  in  the  welfare-to-work  programs.  Approximately  38  welfare 
recipients  including  one  disabled  person  have  worked  in  headquarters  as  part  of  a  work 
experience  program.  Eleven  participants  have  been  placed  in  either  permanent  of  temporary 
positions  in  the  last  year  and  a  half. 

CRB  personnel,  the  District  Personnel  Specialists  (DPS)  and  District  Administrative  Officers 
routinely  meet  with  identified  minority  and  female  referral  sources.  The  purpose  of  these  meetings 
is  broad  and  ranges  from  recruitment  purposes  to  providing  educational  programs.  Following  are 
key  examples  of  some  of  the  public  relations  and  other  civil  rights  related  activities  occurring  in  the 
Districts; 

>    Missoula  -  The  Salish  Kootenai  Reservation  is  located  within  the  boundaries  of  the 
Missoula  District.  Bonnie  Sedita,  District  Personnel  Specialist,  conducted  three 
informational  workshops  on  the  Salish  Kootenai  College  campus.  She  assisted 
prospective  applicants  in  completing  employment  applications  and  talking  about  specific 
jobs  on  a  one-on-one  basis.  Additional  recruitment  occurred  at  the  Blackfeet 
Reservation  just  north  of  the  Missoula  District.  Other  workshops  and  facility  tours  were 
provided  to  identified  referral  sources  in  the  District  such  as  the  Gearing  Up  Program 
and  Montana  Peaks.  Recruitment  efforts  resulted  in  the  hiring  of  three  tribal  members 
from  Salish  Kootenai  and  one  from  Blackfeet. 


Great  Falls  -  During  the  next  few  construction  season,  several  large 
construction  projects  are  scheduled  to  occur  on  or  near  the  Blackfeet 
Reservation.   In  an  effort  to  develop  a  meaningful  partnership  and  gain  a 
better  understanding  of  Blackfeet  cultural  issues,  the  Great  Falls  District 
arranged  for  an  all  day  cultural  training  program.    All  District 
management  staff  were  required  to  attend  as  well  as  employees  from  the 
headquarters  office.  The  program  was  held  at  the  Blackfeet  Tribal  College 
and  was  taught  by  a  tribal  elder.     Cheryl  Winship  and  Kent  Schaefer 
participated  in  the  College  of  Great  Falls  Career  Fair  providing 
information  about  MDT  jobs.  Recruitment  efforts  resulted  in  two  Native 
Americans  and  one  Black  individual  being  hired  for  temporary  positions. 
Three  Native  Americans  and  one  Asian  American  were  hired  for 
permanent  positions. 


The  District  participated  in  the  WIAA  Blackfeet  Youth  Employment 
Program.  Two  youths  worked  in  the  Browning  Maintenance  Section 
performing  various  jobs  that  would  help  them  gain  skills  and 
understanding  of  how  businesses  work  in  order  to  help  develop  good 
work  habits.  The  program  lasted  7  weeks  and  was  concluded  with  a 
graduation  ceremony  that  was  participated  in  by  both  MDT  and  Tribal 
officials. 

Two  females  were  afforded  the  opportunity  to  participate  in  the  MDT 
Maintenance  Academy.  This  opportunity  will  allow  them  to  progress 
through  a  career  ladder.  A  female  was  offered  a  Section  Supervisor 
position,  however,  declined  the  opportunity. 


Billings  -  DeeDee  Schweigert,  Billings  Personnel  Specialist,  made 
several  attempts  to  provide  information  and  application  workshops  at  the 
Crow  Reservation  throughout  the  calendar  year.  Due  to  a  number  of  thbal 
political  issues  and  numerous  changes  in  tribal  staffing,  Schwiegert  was 
unable  to  carry  these  recruitment  plans  forward.  Schweigert  participated 
in  the  annual  Job  Service  career  fair  in  Billings  where  she  was  able  to 
provide  information  relative  to  MDT  positions.  At  the  beginning  of  the 
year  this  District  had  no  females  in  their  Maintenance  Division. 
Recruitment  efforts  resulted  in  the  hiring  of  one  temporary  female  and 
four  Native  Americans.  A  job  offer  was  made  to  a  second  female;  but  she 
declined. 


The  Billings  District  was  able  to  participate  in  a  welfare-to-work  program. 
Work  experience  was  provided  to  two  welfare  recipients  in  an  effort  to 
provide  them  with  marketable  skills. 

Glendive  -  Jane  Bos,  Personnel  Specialist  participated  in  two  separate 
workshops  held  at  the  Miles  Community  College.  One  workshop  was 
held  for  high  school  girls  and  focused  on  non-traditional  jobs  available  for 
women  at  MDT.  The  second  focused  on  Welfare  to  Work  clients  and 


provided  assistance  in  developing  interviewing  skills  and  self  esteem 
issues.  Two  of  the  participants  were  ultimately  hired  as  temporary 
Engineering  Project  Aides.  Along  with  the  Maintenance  Chief,  Bos 
participated  in  a  roundtable  discussion  entitled,  "Building,  Enhancing  and 
Sustaining  a  Skilled  and  Competent  Workforce.  The  Northern  Cheyenne 
TERO  sponsored  this  discussion. 

Bos  met  with  the  Fort  Peck  TERO  to  discuss  requirements  for  hiring  of 
temporary  engineering  project  aids.  There  were  several  applicants  for  the 
positions,  however,  due  to  incomplete  applicants  and  failure  of  the  math 
tests  none  were  hired.  Bos  has  since  provided  MDT  related  math  study 
guides  to  the  TERO  office. 

Recruitment  efforts  resulted  the  temporary  hiring  of  one  female,  three 
Native  American  and  one  disabled  individual.  Two  Native  Americans 
were  hired  in  permanent  positions  (one  was  hired  as  a  Maintenance 
Supervisor). 

Butte  -  This  District  did  not  make  any  specific  efforts  towards  recruitment 
of  minorities  or  females.  They  do,  however,  have  a  contract  with  the 
Sheltered  Workshop  to  clean  office  buildings.  Sheltered  Workshop  is  a 
program  for  the  disadvantaged. 


Progress  On  Action  Items  from  Previous  Update 


Action  Item  2002-1:  Background  -  MDT  continues  to  experience  low  numbers  of 
minority  and  female  applicants. 

Action  taken:  As  indicated  previously  in  this  report,  four  of  the  five  Districts  made 
an  outstanding  effort  aimed  at  the  recruitment  of  minorities  and  females. 
Additionally,  efforts  made  by  the  MDT  Civil  Rights  staff  included  one-on-one 
meetings  with  6  of  the  7  TERO  officers;  participation  in  Native  American  sponsored 
round  table  and  economic  development  conferences. 

Statistical  data  indicates  that  employment  of  Native  Americans  in  headquarters  has 
dropped  during  this  calendar  year.  Data  provided  by  the  Montana  Department  of 
Administration  EEO  Officer  indicates  the  same  sort  of  decline  in  all  State 
government  offices  located  in  Helena.  TERO  Officers  at  various  reservations  have 
indicated  that  it  is  cost  prohibitive  for  Native  Americans  and  their  families  to  move 
from  their  "home  areas"  to  accept  employment  in  State  government  offices  located 
in  Helena.  The  successes  of  MDT  District  Personnel  Specialists'  recruitment  efforts 
appear  to  support  that  statement  in  that  the  positions  are  located  close  to  home 
and  family  ties. 


Complaints  Filed  During  2002 


Complainant 

Basis 

Status 

Investigating 
Agency 

Case  Number 

White  female 

Gender 

No  Cause 

MDT 

MDT  02-01 

White  male 

Gender 

No  Cause 

MDT 

MDT  02-02 

White  female 

Sex  harassment 

Cause 

MDT 

MDT  03-03 

White  male 

Age 

No  cause 

MDT 

MDT  02-04 

White  female 

Sex  harassment 

No  cause 

MDT 

MDT  02-06 

White  male 

Disability  &  Age 

No  cause 

MDT 

MDT  02-07 

White  male 

Age 

No  Cause 

Mt.  Human  Rights 

HRB02-1 

White  female 

Gender 

Pending 

MDT 

MDT  02-08 

INTERNAL  APPLICANT  FLOW  -  2002 

In  order  for  upgrades  to  occur,  vacant  positions  are  posted  and  internal  employees 
apply.  Career  ladders  are  available  in  some  positions. 

The  internal  applicant  flow  analysis  indicates  671  males  applied  for  positions 
compared  to  94  females.  Overall,  1 4%  of  the  female  applicants  were  hired.    In 
those  EEO  4  categories  for  which  women  applied,  it  is  interesting  to  note  that  a 
greater  or  equal  ratio  of  female  applicants  were  hired  in  all  cases  with  the  exception 
of  Skilled  Craft.  Thirteen  women  applied  for  Skilled  Craft  positions;  two  were  hired. 

There  were  5  internal  Native  American  applicants  and  100%  of  the  Native  American 
applicants  were  hired  compared  to  21  %  of  the  white  applicants.  The  only  positions 
Native  Americans  applied  for  were  in  the  Skilled  Craft  category. 

No  members  of  other  minority  groups  applied  for  internally  posted  positions. 

Statistical  data  for  specific  selection  processes  is  available  upon  request. 
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EXTERNAL  APPLICANT  FLOW  ANALYSIS  -  2002 

Analysis  of  the  approximately  25%  of  the  selection  processes  indicated  that  all 
testing  devices  and  minimum  qualification  assessments  were  based  on  job  related 
criteria  and  did  not  contain  artificial  barriers.  Statistical  analysis  appears  on  the 
following  page. 

The  external  applicant  flow  analysis  indicates  698  males  applied  for  positions 
compared  to  224  females.  Overall,  24%  of  the  female  applicants  were  hired 
compared  to  75%  of  the  males. 

EEO  4  Category  analysis  indicates  that  women  were  generally  hired  in  a  greater 
ratio  than  male  applicants.  The  one  exception  is  in  Skilled  Craft;  only  one  female 
applied  and  she  did  not  meet  minimum  qualifications. 

No  members  of  other  identified  minority  groups  applied  for  positions. 

There  were  21  Native  American  applicants.  The  same  number  of  applicants 
occurred  in  2002.  In  the  Professional  category,  both  Native  Americans  who  applied 
were  hired. 

Analysis  of  each  position  for  which  Native  Americans  applied  indicates  Native 
Americans  generally  dropped  out  in  the  testing  phase  or  did  not  score  high  enough 
to  be  considered  substantially  equally  qualified.   Documentation  of  this  analysis  is 
available  upon  request.   Review  of  the  test  instruments  indicated  that  all  cnteria 
used  was  job  related.   In  past  years  most  Native  Americans  failed  at  the  minimum 
qualification  evaluation. 
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Progress  in  female  and  minority  hiring  goals 


PROGRESS  IN  FEMALE  HIRING  GOALS  JANUARY  1,  2002  THRU  DECEMBER  31,  2002 

EEO  4  CATEGORY 

TOTAL 

FEMALES 
2001 

TOTAL 

FEMALES 

2002 

TOTAL  NO 
NEW  HIRES 

FEMALE 
HIRING 
GOALS 
2002 

TOTAL  NO. 
FEMALE 
NEW 
HIRES 

ACCOMPLISHED 

OFFICIALS/ADMINISTRATORS 

1 

4 

2 

1 

0 

NO 

PROFESSIONALS 

109 

133 

90 

3 

8 

YES 

TECHNICIANS 

148 

134 

57 

6 

5 

NO 

PROTECTIVE  SERVICES 

11 

8 

8 

2 

2 

NO 

CLERICAL 

28 

35 

16 

0 

8 

N/A 

SKILLED  CRAFT 

18 

17 

78 

4 

0 

NO 

SERVICE/MAINTENANCE 

4 

5 

8 

1 

0 

NO 

The  total  number  of  new  hires  does  not  include  persons  who  were 
currently  employed  and  transferred  to  other  positions  within  MDT. 

Employee  selections  are  subject  to  bargaining  agreements,  Montana 
Veterans'  Preference  Act  and  the  State  Employee  Protection  Act  (RIF). 


PROGRESS  IN  MINORITY  HIRING  GOALS  JANUARY  1,  2002  THRU  DECEMBER  31,  2002 

EEO  4  CATEGORY 

TOTAL 

MINORITY 

2001 

TOTAL 

MINORITY 

2002 

TOTAL  NO. 
NEW  HIRES 

MINORITY 

HIRING 

GOALS 

TOTAL  NO. 
MINORITY 
NEW  HIRES 

ACCOMPLISHED 

OFFICIALS/ADMINISTRATORS 

0 

0 

2 

1 

0 

NO 

PROFESSIONALS 

7 

13 

90 

2 

2 

YES 

TECHNICIANS 

19 

16 

57 

3 

0 

NO 

PROTECTIVE  SERVICES 

7 

5 

8 

1 

0 

NO 

CLERICAL 

3 

3 

16 

1 

0 

NO 

SKILLED  CRAFT 

43 

40 

78 

2 

0 

NO 

SERVICE/MAINTENANCE 

1 

1 

8 

3 

0 

NO 

The  total  number  of  new  hires  does  not  include  persons  who  were 
currently  employed  and  transferred  to  other  positions  within  MDT. 


Action  Item  Planned  for  calendar  year  2003 

Action  Item  2003-1:  Background  -  MDT  continues  to  experience  low  numbers  of 
minority  and  female  applicants. 

Action  to  be  taken:  Continue  to  explore  creative  innovative  methods  of  recruiting 
women  and  minorities 

Responsible  Officials:  District  and  Headquarters  Personnel  Specialists,  CRB  Staff 

Target  Date:  Ongoing 

Action  Item  2003-2:  Background  -  There  are  seven  reservations  in  Montana. 
MDT  is  a  statewide  agency  comprised  of  five  Districts.  Four  of  the  five  Districts  have 
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reservations  located  within  the  District  boundaries.   No  cultural  awareness  training 
has  been  provided  for  the  majohty  of  the  District  employees;  a  limited  amount  of 
effort  has  been  made  to  provide  MDT  "cultural"  information  to  the  Tribes. 

Action  to  be  taken:   Develop  a  cross-cultural  training  program  to  include  MDT 
employees  and  Native  Americans. 

Responsible  Officials:   DBE  Supportive  Services  Manager,  MDT  Tribal  Liaison 
Officer;  District  Administrators 

Target  Date:   Have  training  completed  in  the  four  Districts  during  2003. 


1990  CENSUS  STATISTICAL  DATA 


ETHNICITY 

POPULATION 

PERCENTAGE 

White 

741,111 

91.8% 

Black 

2,381 

0.3% 

American  Indian,  Aleut, 
Eskimo 

47,679 

5.9% 

Asian 

4,259 

0.5% 

Hispanic 

12,174 

1.5% 

Percentages  have  been  rounded  to  nearest  hundredth. 

According  to  1990  census  data,  minorities  comprise  8.2%  of  Montana's  population. 
As  indicated  previously,  Montana's  largest  minority  group  is  Native  American. 
MDT's  current  employment  statistics  indicate  that  2.3%  of  the  workforce  is  Native 
American  and  1 .3%  is  comprised  of  members  of  other  minority  groups.  Assuming 
the  accuracy  of  the  data  provided  by  the  Montana  Department  of  Administration, 
some  under-representation  continues  to  exist  for  minority  group  persons. 
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MONTANA  DEPARTMENT  OF  TRANSPORTATION 


EEO  POLICIES  AND  ORGANIZATIONAL  CHARTS 


EQUAL  EMPLOYMENT  OPPORTUNITY  POLICY 


The  Montana  Department  of  Transportation  (MDT)  is  an  equal  opportunity  employer. 

No  person  will  be  denied  employment  or  otherwise  be  subject,  in  any  term  or  condition 

of  employment  to  discrimination  based  on  sex  (including  sexual  harassment),  race, 

color,  creed,  religion,  national  origin,  age,  disability,  marital  status  or  political  beliefs. 

MDT  will  take  affirmative  action  to  equalize  employment  opportunities  at  all  levels  of 

Agency  operations  where  there  is  evidence  there  have  been  barriers  to  employment  for 

those  groups  of  people  who  have  traditionally  been  denied  equal  employment 

opportunity. 

All  MDT  employees  are  protected  from  retaliation  for  lawfully  opposing  any 

discriminatory  practice,  including  filing  an  internal  complaint,  the  filing  of  a  union 

grievance,  and  the  initiation  of  an  external  administrative  or  legal  proceeding  or 

testifying  in  or  participating  in  any  of  the  above. 


s/s:  David  A.  Gait,  Director 
Montana  Department  of  Transportation 


SEXUAL  HARASSMENT  POLICY 

It  is  the  policy  of  the  State  of  Montana  tfiat  all  employees  have  a  right  to  work  in  an  environment  free  from  all  fonms  of 
discrimination,  including  sexual  harassment. 

It  should  be  understood  that  sexual  harassment  is  against  the  law  and  the  State  of  Montana  is  committed  to  the  prevention 
of  all  fonms  of  sexual  harassment  in  the  work  place.   In  addition  the  State  of  Montana  prohibits  retaliation  against  any 
employee  because  he  or  she  has  made  a  report  of  alleged  sexual  harassment  or  against  any  employee  who  has  testified, 
assisted,  or  participated  in  any  manner  in  an  investigation  of  a  report. 

Sexual  harassment  is  generally  defined  as  unwelcome  sexual  advances,  requests  for  favors  and  other  verbal,  physical 
and/or  visual  contact  of  a  sexual  nature  when: 

n  Submission  is  made  either  explicitly  or  implicitly  a  tenm  or  condition  of  an  individuaUs  employment. 

D  Submission  or  rejection  by  an  employee  is  used  as  a  basis  for  employment  decisions  affecting  the 

employee. 
D  Such  conduct  has  the  purpose  or  effect  of  unreasonably  interfenng  with  an  employee=s  work 

performance  or  creates  an  intimidating,  hostile  or  otherwise  offensive  work  environment. 

The  following  are  examples  of  sexual  harassment: 

;  Sexual  advances  which  are  unwanted  (this  may  include  situations  which  began  as  reciprocal  attractions, 

but  later  ceased  to  be  reciprocal). 
D  Sexual  gestures, 

D  Displaying  sexually  suggestive  objects,  pictures,  cartoons  or  posters. 

D  Verbal  abuse  of  a  sexual  nature,  sexually-oriented  jokes,  innuendoes  or  obscenities.  Sexually  suggestive 

letters,  notes  or  invitations. 
G  Reprisals  or  threats  after  a  negative  responses  to  sexual  advances. 

D  Employment  benefits  affected  in  exchange  for  sexual  favors  (may  include  situations  where  a  third  party  is 

treated  less  favorably  because  others  have  agreed  to  sexual  advances). 
D  Physical  conduct  such  as  assault,  attempted  rape,  impeding  or  blocking  movement,  or  touching 

D  Women  or  men  in  nontraditional  work  environments  may  also  be  subject  to  hazing  (this  may  include 

being  dared  or  asked  to  perform  unsafe  work  practices). 

You  should  report  sexual  harassment  as  soon  as  possible  after  the  incident  or  action  occurs.  Early  reporting  is 
encouraged,  because  management's  ability  to  investigate  and  act  on  reports  diminishes  with  time.  If  you  feel  you 
are  being  sexually  harassed,  do  not  keep  it  to  yourself,  take  the  following  steps: 

C  Inform  the  individual  that  his/her  behavior  is  unwelcome,  offensive  or  inappropriate.  Do  not  assume  or 

hope  that  the  problem  will  go  away. 
D  If  you  unable  to  confront  the  harasser  or  the  harassment  continues,  notify  your  supervisor,  the  first  level 

supervisor  who  is  not  involved  in  the  alleged  harassment,  or  your  department's  EEO  officer. 
D  Request  a  copy  of  your  department's  sexual  harassment  prevention  policy.  Reporting  procedures  are 

included  in  the  policy. 
D  Keep  notes.  Keep  a  record  of  the  dates,  times,  places,  witnesses  and  describe  each  incident.  Save  all 

notes,  correspondence  or  related  records  in  a  safe  place. 

'  If  you  are  considering  reporting  a  complaint,  you  can: 

1.  Use  the  MDT  complaint  procedures  posted  in  your  work  area  or  by  calling  your  EEO  representative. 

2  .  File  a  complaint  with  the  Human  Rights  Bureau.  Complaints  with  the  Human  Rights  Bureau  will  be 

accepted  within  1 80  days  of  the  act.  or  an  extended  1 20  days  if  you  are  using  an  internal  complaint 

procedure . 

If  you  are  not  personally  a  victim  of  sexual  harassment,  but  observe  actions  against  other 
employees,  which  you  believe  to  be  harassment,  you  are  encouraged  to  bring  it  to  the  attention  of 
your  EEO  officer. 

s/s:  David  A.  Gait,  Director 

Montana  Department  of  Transportation 


AMERICANS  WITH  DISABILITIES  ACT  POLICY 

The  Montana  Department  of  Transportation  (MDT)  shall  not  discriminate  against  a 
qualified  Individual  with  a  disability  because  of  the  individual's  disability  in  regard  to 
job  application  procedures,  hiring,  advancement,  or  discharge  of  employees, 
employee  compensation,  job  training,  and  other  terms,  conditions  and  privileges  of 
employment. 


s/s:    David  A.  Gait,  Director 

Montana  Department  of  Transportation 
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The  Montana  Department  of  Transportation  (MDT)  attempts  to  provide  accommodations  for  any 
known  disability  that  may  interfere  with  a  person  participating  in  any  service,  program  or  activity  of  the 
department.  Alternative  accessible  formats  of  this  document  will  be  provided  upon  request.  For 
further  information,  please  contact: 


Civil  Rights  Bureau 
Department  of  Transportation 
2701  Prospect  Ave. 
PO  Box  201001 
Helena,  MT  59620-1001 
(406)  444-6331  Phone 
(406)  444-7685  Fax 
(406)  444-7696  TTY 

1 50  copies  of  this  booklet  were  produced  at  an  estimated  cost  of  $.47  each,  for  a  total  of  $71 .55 


The  Montana  Department  of  Transportation  (MDT)  attempts  to  provide  accommodations  for  any 
known  disability  that  may  interfere  with  a  person  participating  in  any  service,  program  or  activity  of  the 
department.  Alternative  accessible  formats  of  this  document  will  be  provided  upon  request.  For 
further  information,  please  contact: 


Civil  Rights  Bureau 
Department  of  Transportation 
2701  Prospect  Ave. 
PO  Box  201001 
Helena,  MT  59620-1001 
(406)  444-6331  Phone 
(406)  444-7685  Fax 
(406)  444-7696  TTY 
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